




































In January 2020, the CGIAR System Management Board approved the Framework for Gender, Diversity 
and Inclusion in CGIAR’s Workplaces. This document lays the foundation for a shared understanding, 
vision, and responsibility for advancing gender equity, diversity, and inclusion in CGIAR’s workplaces.  
The Framework includes a cross-system commitment to a set of overarching principles relating to 
workplace gender, diversity, and inclusion that all CGIAR entities (including ILRI) adhere to. 
 
In addition, CGIAR entities consciously align with the 
Sustainable Development Goals (“SDGs”) of the 2030 Agenda 
for Sustainable Development that directly address the 
structural barriers that must be overcome to achieve 
workplace gender, diversity, and inclusion. SDG2, food 
security for all and sustainable agriculture, is at the heart of 
CGIAR’s work and is only achievable in a truly inclusive and 
equitable world. Diversity and inclusion permeate all the 
SDGs.  
 
Finally, the CGIAR has joined the global community 
committed to the Convention on the Elimination of All Forms 
of Discrimination Against Women (CEDAW) and the Women’s 
Empowerment Principles to eliminate gender inequality in the 
world of work. The CGIAR seeks to create enabling 
environments that are cognizant of the Convention on the 
Rights of Persons with Disabilities and strives to align with 
recommendations from UN Cares , UN-Globe, UN Free and 
Equal, the MenEngage Alliance, and other key global actors 
who provide cutting edge guidance on the creation of 
inclusive and supportive workplaces. The CGIAR centres 
support the UN Global Compact and endorses the June 2019 
International Labour Organization ‘Convention concerning the 




ILRI’s diversity and inclusion strategy articulates the vision of 
“a vibrant livestock research for the development sector, 
with ILRI providing an inclusive environment where every 
member of its diverse staff population is empowered to 
grow and contribute to their fullest potential.”  
 
Diversity at ILRI means making sure that we recognise, 
respect, value and celebrate the differences that our people 
bring to the work we do. These include e.g. gender, 
nationality, ethnicity, age, geographical background, 
disability, professional discipline or expertise, religion, sexual 
orientation or family status, culture etc .  
 
CGIAR’s principles for gender, 
diversity, and inclusion 
Principle 1: Fostering diversity and inclusion. We 
recognize and value the multiple, intersecting 
dimensions of social and professional diversity in our 
global workforce. We commit to providing a welcoming 
workplace that accommodates, respects and values 
people of all identities, abilities, and life stages, and we 
adopt diversity-positive approaches to talent 
management.  
Principle 2: Providing fair, safe and inclusive 
workplaces. We consciously promote integrity, 
fairness, inclusion, flexibility, protection, and well-
being to foster enabling environments. We do not 
tolerate workplace harassment or discrimination in any 
form. 
Principle 3: Raising gender equity, diversity and 
inclusion awareness and reducing bias, including 
unconscious bias, in the workplace. We recognize that 
society’s structural inequalities can be unconsciously 
reproduced in the workplace and may be due to many 
factors. Consequently, we will inform, empower, and 
enable our workforce to identify and address all forms 
of inequality and bias in our workplaces, in ways that 
are sensitive to local contexts. 
Principle 4: Accountability on workplace gender 
equity, diversity, and inclusion advancement. We 
acknowledge that the responsibility for each CGIAR 
Entity’s progress with respect to gender, diversity, and 
inclusion primarily rests with its own management. We 
will measure and publicly share our success and 
learnings. 
Principle 5: Progressing in partnership. We recognize 
the power of partnerships to accelerate gender equity, 
diversity, and inclusion advancement, which can be 
internal to the CGIAR System and external with 
broader stakeholders, including our funding partners. 
We will foster appropriate collaborations that bring 
international recognition and promote the uptake of 
global best practice.  




Inclusion at ILRI means successful integration of people from diverse demographics in one workplace. To 
leverage diversity as an institutional strength, we provide an environment of collaboration, teamwork 
and performance with equitable opportunity to participate and contribute to results. 
 
 
ILRI’S DIVERSITY AND INCLUSION PILLARS 
 
To realise the vision, institutional policies and practices shall be guided by the following D&I pillars: 
 
• The institute shall leverage on the diversity of the stakeholders it serves and the environment it 
operates in. 
ILRI shall leverage on the differences between and among staff to foster innovation, creativity, and 
collaboration, and mainstream D&I around policy and advocacy efforts, and trends in the 
environment it operates. In the promotion of D&I objectives it will work closely with stakeholders to 
leverage on their D&I capacity.  
 
• ILRIs workplace environment shall foster innovation and creativity in its research and support 
functions  
ILRI shall promote a work environment that is accommodating, inclusive and safe, to ensure the 
collaboration, participation, and contribution of all staff.  
 
• The institute’s workplace policies, practices and culture shall promote and enable inclusion  
ILRI shall promote a workplace culture that is aligned to its values of respect, responsibility, and 
responsiveness, and shall mainstream D&I in people and programmatic policies, processes, practices 
and systems to ensure diversity and inclusion is practiced and implemented. The institute shall make 
every effort to ensure that its recruitment and selection processes and procedures are inclusive. To 
achieve broad access to diverse talent, the institute shall make use of different approaches including 
social media platforms like “linkedin” and others. 
 
• The institute shall provide equal opportunity for its diverse workforce with the objective of 
encouraging high performance as well as advancing staff careers and personal growth based on 
merit and affirmative action plans where necessary 
ILRI shall promote equal and fair treatment and representation of staff at all levels as well as promote 
competence-based equality and inclusivity”. 
 
• ILRI’s leaders and staff members shall model and promote the institution’s commitment to 
diversity and inclusion.  
 
All staff are expected to display and foster commitment and accountability on D&I matters. 
 
  








Timelines: July - December 2020  
D&I efforts have an institutional 
focus. 
Intermediate (Alignment efforts) 
Timelines: January – December 
2021   
D&I efforts have a CGIAR focus.   
 
Advanced (Best practice 
efforts) 
Timelines: January 2022 and 
beyond 
D&I efforts include global 
focus. 
• Development of tools and 
resources- D&I taskforce, 
development of D&I 
framework and action 
plans.  
• Determination of status of 
the D&I in the specific areas 
and collection of baseline 
information 
• Comprehensive awareness 
and training campaign.    
• Contribution to CGIAR 
activities/initiatives- 
Participation in Employee 
Resource Group. 
 
• Significant mainstreaming 
of diversity and inclusion in 
all HR activities, policies 
and practices. 
• Mainstreaming of D&I in all 
program and project 
activities. 
• Benchmarking D&I efforts 
with CGIAR and similar/ 
comparable institutions. 




• D&I tools and resources 
have a global perspective/ 
outlook 
• ILRI is recognized as a role 
model in D&I 
• Documentation and 





ROLES AND RESPONSIBILITIES 
 
The success of this strategy lies with each staff. All staff have the responsibility for ensuring that our 
organizational culture supports and values diversity and inclusion.  
 
1.1. Board:  
• Hold leadership accountable. 
• Demonstrate and role model D&I  
 
1.2. Institutional leadership:  
• The leadership of ILRI (including the IMC and IRMC) shall ensure that ILRI fosters commitment 
and inclusiveness to enable all staff to contribute to their potential and increase retention in an 
environment that is safe, respectful, and productive. 
• Provide guidance and/ or approval to all D&I initiatives, plans. 
• Motivate and inspire staff and stakeholders to contribute to D&I efforts. 
 
1.3. ILRI’s Diversity and Inclusion Committee:  
Under the leadership of the IMC, the Diversity and Inclusion Committee is responsible for; 
• Championing and advocating Diversity and Inclusion within the institute and externally with ILRI 
stakeholders. 
• Contributing to the design, implementation and monitoring of ILRI’s Diversity and Inclusion 
Program.  
• Ensuring ILRI initiatives, policies and practices are aligned with the ILRI’s D& I strategy, CGIAR 
GD&I strategy, and the SDGs and work with Management and P&OD to put in place interventions 
in case of misalignment.   




1.4. The People and Organizational Development Directorate (P&OD):  
• Lead the development and review of policies, guidelines and regulations related to diversity and 
inclusion to ensure that they have a diversity and inclusion lens.   
• Organize the participation and contribution of staff members in workplace diversity and inclusion 
activities and opportunities, including activities to increase awareness of the dynamics of 
diversity and inclusion 
• P&OD shall work with supervisors to facilitate and ensure compliance with all anti-discrimination, 
sexual harassment and bullying policies and workplace diversity legislation in the countries in 
which ILRI operates. Cases of non-compliance will be managed as prescribed in the ILRI Global 
Policy Manual. ILRI Workplace Discrimination Bullying and Sexual Harassment Policy 
• P&OD shall work with the CGIAR GDI function to ensure alignment and implementation of GDI 
initiatives in accordance with the CGIAR GDI Action Plan  
• P&OD shall organize opportunities for trainings and awareness in diversity and inclusion for 
leadership and other levels of employees 
• Induct new staff on diversity and inclusion  
 
1.5. Supervisors:  
• Managers and supervisors are expected to display a commitment to workplace diversity and 
inclusion by being exemplary role models 
• Fostering an inclusive workplace culture and dealing quickly and effectively with inappropriate 
behaviour as prescribed in the ILRI Global Policy Manual. ILRI Workplace Discrimination Bullying 
and Sexual Harassment Policy 
• Coaching and mentoring of staff on core ILRI values (3Rs). 
 
1.6. Staff:  
• All staff are expected to embrace ILRI values and demonstrate multicultural awareness and 
inclusive behaviours. 
 
1.7. Staff council 
• Advocacy and championing D&I 
 
 
By embracing the expectations described, ILRI will have an institutional asset that can significantly 


















ANNEXE 2: LINKS TO ACTION PLANS 
ILRI D&I Action Plans 
CGIAR GDI Action Plan - consultation draft v1 - 12 July 2019.docx 
